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This chapter explains the background to the research problem and statement of the research problem. This chapter further highlights the objectives, research question, and significance and in the end, it clarifies the organization of the research.

1.2 Background
The role of higher learning Institutions in the provision and development of manpower required for the social economic and technological advancement of any nation cannot be over- emphasized. By their unique nature they are expected to be a repository of the most specialized and skilled intellectuals. They serve as storehouses of knowledge for nurturing the manpower needs of the nation and hence for satisfying the aspirations of the people for a good and humane society. 

Employee retention is one of the challenges facing many organizations both public and private, occasioned by globalization that has intensified competition and increased mobility of highly skilled employees. Pienaar (2008) strongly argues that the academic profession is fundamental to the functioning of any learning Institution. Without well qualified and committed academic staff, no academic institution can really ensure sustainability and quality over the long haul Ng’ethe et al. (2014). Higher education institutions are therefore more dependent on the intellectual and creative abilities and commitment of the academic staff than most other organizations. This therefore makes it critically important to retain this cadre of staff.
Retention of employees in Higher Education Institutions (HEIs) is a serious apprehension as the high turnover rate of academic staff poses a major challenge to these institutions. High employee movements have grave implications for the quality, consistency, and stability of academic enterprises. High turnover rates can reinforce clients’ mistrust of the system and can discourage workers from remaining in, or even entering, the field (Horwitz, 1991). Turnover can have detrimental effects on students and remaining academic staff members, who struggle to give and receive quality services, when positions are vacated and then filled by inexperienced personnel (Powell, 2010).

Worldwide, Higher Learning Institutions (HLIs) have the prime objectives of imparting knowledge (teaching and/or training), research and consultancy to improve the quality of life (Broni, 2004). In a study of retention of employees in Australian Organizations, Chew (2004) established that younger employees focused on remuneration, training and development, career advancement, challenging work, growth opportunities and recognition. For older employee’s autonomy, opportunities to mentor and job challenge were of great importance. A study of 139 academics from Jordanian University (Al- Omari et al, 2009) established that job satisfaction and organizational commitment had a significant positive effect on intention to stay among the academic staff. A study by Daly et al (2006) on turnover intention of academics in public urban universities, established that structural factors such as faculty work environment, autonomy, communication, distributive justice and workload were related to intent to stay.

In Tanzania, there has been a witness of a lot of quits and movement of Academic staff from one institute to another looking for greener pastures. Some of them have even shifted the interest by quitting the academic professions and opting for other non-academic carriers (Isihaka, 2012). The uttermost challenge by HLIs is to get their academic staff work willingly and efficiently and exhibit high performance. Their loyalty evolves largely on the motivational aspects the HLIs provide but it discourages that HLIs do not realize this fact and a lot is still to be realized or done (Mashika, 2012). 

A study by Isihaka (2013) showed that a lot of Tanzanian HLI’s management are challenged by limited opportunities as far as funds and scholarships for further studies such as Masters and PhD studies for academic staff are concerned. He further discusses that some academic staff take a long time to further their education because of waiting for scholarship opportunities to study abroad or accumulating funds to study in country at universities offering their specialty. Apart from that there has been a delay in promotion of academic staff once they obtain their master and/or PhD degrees necessary for climbing academic ranks (Isihaka, 2013). Therefore, based on what has happened this study examined the factors that motivates and retain academic staff in HLIs.

1.3 Problem Statement
Over the years there has not been enough methodology that adequately address the problem of academic staff motivation strategy that determine or enhance retention, or least one that we are aware of but further to that not much research output points to the acknowledgement of the problem amongst private Higher Learning Institutions in Tanzania. Researches that are close to the problem is one done by Tetty (2006), which differs in that it has focused mostly on public institutions he established that many institutions are negatively affected by the fact that some African students who are studying abroad or current faculty members who are sent abroad to pursue further education, do not return because of pull and push factors. Omar (2011) conducted a study on Assessment of factors influencing employee retention in Tanzanian work organizations, the study also revealed that, low salaries and benefits were the main reason for leaving (Omary, 2011).

Fewer attempts have been made to pull these empirical studies together to identify major trends that merge motivation and retention of staffs particularly academicians. Studies done by Mttoi (2013), Muhoho, (2014) have addressed the issue of retention of employee’s other than the Higher Learning Institutions, the study findings revealed that there is a high rate of turnover in Tanzania’s work organizations and that those who stayed in the same organization were from public organizations particularly higher learning institutions. A handful study like the one done by Buberwa (2015) have picked the issue of retention of Academic staff in HLIs but it focused on assessment of the role of motivation on academic staff performance and retention. Hence there has been limited studies that merge motivation and retention of staffs particularly academicians and that has primarily focused on private HLIs, Therefore, basing on this ground, the study aimed at looking at the role of employees’ motivation and retention among the academic staff in the private HLIs in Tanzania.

1.4 Objectives of the Study
1.4.1 General Objectives
The general objective of this study was to examine the role of employees’ motivation and retention among academic staff of private HLIs in Tanzania. 

1.4.2 Specific Objectives 
i.	To find out factors that motivates academic staff in Tanzanian private HLIs.
ii.	To examine factors which enhance retention of academic staff in Tanzanian private HLIs.
iii.	To identify the challenges that faces academicians at private HLIs in Tanzania.

1.4.3 Research Questions
i.	What are the factors that motivate academic staff in Tanzanian private HLIs?
ii.	What are the factors that enhance retention of academic staff in Tanzanian private HLIs?
iii.	What are the challenges that face academicians at private HLIs in Tanzania?

1.5 Significance of the Study
The results of this study allowed the researcher to determine trends and tendencies as well as whether it is necessary to develop a general retention strategy for the institution or to implement customized retention tools for specific groups within the institution. The study acts as guidance to other researchers who attracted to conduct further study related to influence of motivational factors in employee’s retention in Tanzanian Organizations. To the HLIs; by the light of the findings of this study, policy makers and implementers within HLIs may obtain clear knowledge understanding of motivations factors which are in favor of employee. This helps management in formulating strong base in and establishment of clear and sound motivation factors which are related to the employee’s needs. Findings and recommendations can assist the government particularly the ministry of education and vocational training in policy making process and advocacy for the benefits of all academicians in the HLIs both public and private.

1.6 Organization of the Report
The study is organized into five chapters: Chapter one contains the introduction of the study, consisting of the problem statement, research questions, objectives, and significance of the study. Chapter two examines among other things, relevant literature from works that have already been done on the topic. The chapter clarifies the definitions of the key concepts such as employee retention, employee motivation, rewards, recognition, management, work environment, promotional opportunities and training and development, it further highlights the key theory that guide this study. 







Chapter two defines the basic concepts used in the study followed by theories supporting the study. Theoretical and empirical literature review related to retention, motivation is also discussed in this chapter. This chapter also highlights the clear research gap guiding the study. In the end, this chapter highlights the conceptual framework that guided this study.

2.2 Definition of Key Concepts
2.2.1 Employee Retention
A definition by Hom (1995) provides the meaning of employees’ retention “as a process in which employees are encouraged to remain with the organization for the maximum period or until the completion of a particular project”. Hassan et al. (2011) defined employee retention “as the process of keeping the right people in the right jobs for every organization”. Researcher on retention has defined retention as a strategic, coherent process that starts with an examination of the reasons that employees join an organization and are let to stay within the organization through improved conditions of work.

In this study however, job retention refers to the maintenance of employment status by an academic staff for a considerable long period of time. Employees in an organization are said to have a high job retention when all or most of the established post in that organization are filled, when they have low or no intentions to turnover, have had a consistency in job status, have had a career development or when employees do keep their jobs for a considerable long period of time (Chew, 2004).

2.2.2	Employee Motivation 
Cohen (1999) defined motivation; as “a set of forces that causes people to behave in certain ways”. It is a set of force that change behavior and determine its form; direction and intensity. Motivation is a complex phenomenon, which is influenced by individual, cultural, ethnic and historical factors. For the sake of this study Motivation is defined as “a series of energizing forces that originate both within and beyond an individual’s self”. These forces determine the person’s behavior and therefore, influence his/her intention to leave or stay within the organization.

2.3 Theoretical Literature Review
Various theories address employee needs and have been advanced by several authors as basis of retention strategies in organizations. Most notable are; Hertzberg (1959) two factor theory and Maslow Hierarchy of Needs Theory Maslow, all of which are all relevant to this study as analyzed here under.

2.3.1 Hierarchy of Needs Theory
This theory was introduced by Abraham Maslow, who saw the human needs in the form of hierarchy ascending from the lowest to the highest. He starts with the idea that people always tend to want something and what they want depends on what they already have (Rosenbloom, 2005). Maslow proposed that there are five different levels of needs people must seek for satisfaction of their basic needs. The first or lowest level is Physiological Needs. These are the basic needs for sustaining human life such as food, water, warmth, shelter and sleep, at work place these are reflected in the needs for sufficient air and basic salary to guarantee employees survival, other needs will not arise unless this need is fulfilled.

The second lowest level is Security Needs. In that level, a person needs to feel secure in his/her family and in a society, and feel protected against violence (Mullins, 2007). The need for safety is manifested with job security, savings and for insurances of health, mental health, old age and disability. Love and belonging needs is the third level of Maslow’s hierarchy. Belongingness and love needs are the third level in the hierarchy. After feeling secure, people need to feel that they are needed, receive and give love and are appreciated. The fourth level is esteem needs. It is the need to be unique with self-respect and to enjoy esteem from other individuals. People want to evaluate themselves highly and based on their achievement receive appreciation from other people. Lack of these needs may cause inferiority, helplessness and weakness (Mullins, 2007). 

Highest level of Maslow’s Hierarchy of Needs is need of Self-actualization. The development of this need is based on the satisfaction of the other four lower levels. It refers to the need of self-fulfillment and to the tendency to become actualized in what a person is potential. The core of this theory lies in the fact that when one need is fulfilled, its strength diminishes and the strength of the next level increases (Latham, 2007). Maslow does note that one level of needs does not have to be totally fulfilled before a person moves to the next level. The individual can be partly satisfied with one level and still seek for satisfaction at the next level. Each of the five tiers of Maslow’s hierarchy of needs relates to optimal retention strategy. Since Maslow’s introduction of his motivation model, organizations have been employing strategies attempting to stimulate each of the five humanitarian needs described above to optimize retention rates. When applied to the organizational model, meeting the self-actualization and esteem needs of an employee tend to correlate to better retention. Physiological, safety, and social needs are important as well, however, and must be addressed to better the work environment. While implementing a retention strategy is ideal, successful satisfying all five needs of employees is not only difficult, but also expensive. Managers who attempt to maximize employee need coverage tend to be more concerned with employee satisfaction.

2.3.2 Herzberg's Motivation-Hygiene Theory
A study conducted by Frederick Herzberg on the work related environmental factors that cause satisfaction and dissatisfaction led to the introduction of the “Two-factor” theory also known as the Motivation-Hygiene theory in 1959. Hundreds of workers were interviewed to find out what motivated them and what caused their lack of motivation for work (Salanova and Kirmanen, 2010).  Herzberg classified these job factors into two categories; hygiene factors and motivation factors;

Hygiene factors: These are those job factors which are essential for existence of motivation at workplace. They include pay, company and administrative policies, fringe benefits, physical working conditions, status, interpersonal relations, job security, etc. Their existence creates an environment for doing work, but factors themselves cannot motivate people to work. Their absence can dissatisfy people but their presence per se cannot satisfy people. This means, these factors do not lead to positive satisfaction but if these factors are absent, then they lead to dissatisfaction.
Motivation factors: These are based on an individual’s need for personal growth which consists of recognition, advancement, sense of achievement, growth and promotional opportunities, responsibility, meaningfulness of the work, etc. The presence of these factors in the job creates a motivating environment, but their absence does not cause dissatisfaction.

Employees are not motivated by hygiene factors like salaries alone but there are various other factors other than the salary which can motivate employees. Therefore, management should not depend only on hygiene factors but combine hygiene as well as motivations to retain an employee. The two-factor theory implies that the managers must stress upon guaranteeing the adequacy of the hygiene factors to avoid employee dissatisfaction. Also, they must make sure that the work is stimulating and rewarding so that the employees are motivated to work and perform harder and better. The job must utilize the employee’s skills and competencies to the maximum and these will improve employee retention.

2.4 Empirical Literature Review
Employee retention has become a concern for all organizations’ worldwide, and especially in the higher education sector, which is facing an aging workforce and limited prospects of recruiting and retaining young talented individuals (Robyn, 2012). Higher education institutions are also particularly vulnerable to losing their highly qualified staff to the private sector and to other higher education institutions that offer better rewards and benefits (Ngobeni and Bezuidenhout, 2011).  In a study conducted by Daly and Dee (2006), the researchers made use of Price and Mueller’s Causal Model of Turnover to determine the intent to stay out of 1500 participants at 15 urban universities in the United States. The results indicated that autonomy; communication openness, role conflict and distributive justice – as well as the two intervening psychological variables (job satisfaction and organizational commitment) has a significant positive effect on intent to stay (Daly and Dee, 2006). Chew (2004) used qualitative and quantitative methods in a study on retention of core staff in Australian organizations. Pienaar and Bester (2008) employed longitudinal design to study retention of academics in early career phase to determine whether those who had considered leaving the institution indeed did so over a period. 

A study by Metcalf et al. (2005) reported those higher education institutions’ turnover rates were between 4 percent and 8 percent. Only one of the case studies within that study reported a significantly higher turnover rate of 13 percent (Metcalf et al. 2005). Various studies indicated that human resource managers did not know the current turnover rate of their institution and that many did not have an opinion on whether turnover in the institution was high or not – at the same time, however, they did not believe that their institution had a turnover problem (Metcalf et al. 2005). 

To contextualize the turnover in higher education institutions, it is reported that internationally, the average annual turnover among employees at public research institutions is approximately 17 per cent (Buck and Watson, 2002). Apart from that turn over there has been increasing out of brain drain in African universities. This problematic situation is evident in South African higher education institutions, since data indicates that a substantial number (between 5% and 18%) of academics leave higher education institutions (Pienaar et al, 2008). Osalusi et al (2010) observes that brain drain was a phenomenon that had afflicted the Nigerian University system most severely in the 1980’s through to the 21stcentury and that country had lost its experienced academic to even smaller African countries such as Ghana and Rwanda and bigger countries such as Britain, America, France and Germany. 

Kipkebut (2010) conducted a cross sectional study using quantitative methods in her study on organizational commitment in universities in Kenya to bring out clearly factors influencing retention of academic staff in public universities in Kenya, Ng’ethe, et al., (2012). Massachusetts (2002) conducted a study on Staff retention in public Universities in Kenya, and he identified that people stay with a company for many different reasons, including job security, a work culture that recognizes the importance of work life balance, recognition for a job well done, flexible hours, or a sense of belonging (Massachusetts, 2002). He said the reasons can vary widely from country to country, 

However, in cultures in which it’s assumed that people may freely change jobs, the major motivations for staying are;  firstly, pride in the organization - People want to work for well managed companies headed by skilled, resourceful a leader that is top level managers who have a clear vision of the firm’s future, who can devise powerful strategies for success, and who can motivate others to realize that vision Secondly is a respected supervisor; thus, even more important is the employee supervisor relationship, thirdly is Fair compensation; he states that people also want to work for companies that offer fair compensation. This includes not only competitive wages and benefits but also intangible compensation in the form of opportunities to learn, grow and achievements. Affiliation very crucial, the chance to work with respected and compatible colleagues are another element that many people consider essential. Finally, people want to work for companies that let them do the kinds of work that appeal to their deepest interests. Satisfying and stimulating work makes all of employees more productive. A study of academics in Makerere University (Amutuhaire, 2010) established that remuneration and tenure influenced their retention.

Buberwa (2015) conducted a study on Academic Staff Motivation in Tanzania Public Higher Learning Institutions in Tanzania locating his case at Moshi Co-operative University (MoCU) and provided a descriptive analysis on the role of motivation on academic staff performance. He identified that following the neglect of motivation practices in many higher learning institutions, the academic staff have opted to move on as usual at the expense of students who need their expertise, he acknowledged that higher learning institutions have several motivational packages to boost the performance, but these were depicted as being not enough to incite a sense of commitment towards teaching, research, publication and supervision. Low monthly salaries were also the major factor that dissatisfied academic staff and reduced motivation for high performance at the University. Buberwa (2015) concluded and recommended that motivational aspects like salary, allowances, working conditions, recognition and career advancement once well managed and provided then better performance of academic staff is guaranteed. 

2.4.1 Factors Enhancing Employee Retention 
From literature review it is recognized that human resource management play pivotal role in employee’s retention. Researcher’s finds that human resource management practices in compensation and rewards, job security, training and developments, supervisor support culture, work environment and organization justice can help to reduce absenteeism, employee retention and better-quality work (Meyer and Allen, 1991; Solomon, 1992; Snell and Dean, 1992; Arthur, 1994; Snell and Youndt, 1995; MacDuffie, 1995; Delaney and Huselid, 1996; Ichniowski, Shaw and Prennushi, 1997). According to Accenture (2001) study on high performance issue find that organization strategy regarding employee retention primarily start from US, Europe, Asia than Australia. 

According to Osteraker (1999), the employee motivation and retention are considered the Cornerstone for success of organization. Past study divided it into social, mental or physical Dimension. The grouping is based on social contacts at works, characteristics of the work task or the physical and material circumstances associated with work. The retention factors of the mental dimension are work characteristics, employees are retaining by flexible tasks where they can use their knowledge and see the results of their efforts. The social dimension refers to the contact employees have with other people, both internal and external. The physical dimension consists of working conditions and pay. In order to retain employees, the organization need to gain information about the dynamics that characterized the motivation to work. 

Van Knippenberg (2000) suggested that employee become more loyal and stay in the organization when they identify themselves within a group and contribute to the performance as a group. This suggestion relies on work performed by Locke and the goal setting theory he developed. The goal is team performance and the individual feeling part of the group. The focus of Locke was on the goal, but in order to reach the goal one must associate oneself with the group and task. Glen (2006), describes another framework manager can use when communicating with its employees to know that the cause of retention consists of nine different predictors; organizational processes, role challenge, values, work, life balance, information, stake/leverage/recognition, management, work environment and product or service. 
Several studies also suggest that High-involvement work practices will enhance employee retention (Arthur, 1994; Huselid, 1995; Koch and McGrath, 1996). Various frameworks or models are used by organizations to address retention and commitment and some of the key factors are increasingly adopted and they include the following: 

Increased Compensation: Companies often provide pay packages superior to the market for critical talent. These include special pay premiums, stock options or bonuses. Base pay reflects fair pay; supplemental programs reflect individual, team or organizational performance and success (Parker and Wright, 2001; Stein, 2000; Williams, 1999). 

Challenging Work: High talent individuals want work that is interesting, challenging and that has an impact. They also expect work to be appropriately designed, with adequate resources available and with effective management. Increasingly, companies are redesigning work, relationships, workflows, and teams to create more exciting and challenging work (Beck 2001; Clarke 2001; Guest 1999; Messmer, 2000; Stein, 2000). 
Work Relationships: Employees stay when they have strong relationships with others with whom they work (Clarke 2001). Companies encourage team building, project assignments involving work with peers and opportunities for social interaction both on and off the job (Johns, Sanchez, Parmeswaran, Phelps, Shoptaugh and Willaims, 2001). One value of team-based organizations is the bond that they establish among members. Effective relationships with immediate managers are also important. Companies are also using survey measures and management feedback to identify ways to improve relationships and the context of work. 

Recognition: Employees tend to stay when they feel that their capabilities, efforts, and performance contributions are recognized and appreciated by others. They want a sense of accomplishment. Compensation provides recognition, but other forms of non-monetary recognition are also important, for example from managers, team members and peers, customers, and others. Particularly important are opportunities to participate and to influence actions and decisions (Boyd and Salamin, 2001; Davies, 2001). 

Communication: Effective communications strengthen employee identification with the company and build trust. Increasingly, companies provide information on values, mission, strategies, competitive performance, and changes that may affect employees (Gopinath and Becker, 2000; Levine, 1995). Many companies are working to provide information that employees want and need, through the most credible sources (e.g., CEO for strategies, first-line managers for work issues) on a timely and consistent basis.
2.4.2 Relationship between Motivation and Retention of Employees
People stay with a company for many different reasons, including job security, a work culture that recognizes the importance of work life balance, recognition for a job well done, flexible hours, or a sense of belonging (Massachusetts, 2002). Maintaining human resources is closely related to their satisfaction, so one way to reduce turnover and thereby to increase staff retention, is control over the correspondence between expected rewards and satisfaction of the employees, which can reduce the problems caused by fluctuation (Miner, 2013). According to Bailey and Clegg (2008), retention refers to employees’ motivation to perform, stay and commitment in a company, cooperation, lead or supports a leader, help customers and so forth.

Management theory and practice has traditionally focused on extrinsic motivators. While these are powerful motivators, by themselves they are no longer enough intrinsic rewards are essential to employees in today’s environment (Thomas, 2000). Nowadays motivational issues are more complex because of the wealth and opportunity so many employees have enjoyed. Over the long haul, people need intrinsic rewards to keep going and to perform at their peak (Thomas, 2000). Employees who are satisfied and happy with their jobs are more devoted for doing a good job and look forward to improving their organizational customers’ satisfaction (Denton, 2000). Satisfied employees have higher intentions of continuing with their 
Organization, which results in decreased turnover rate (Mobley et al., 1979). 

Abundant studies have hypothesized and empirically validated the link between satisfaction and behavioral intentions and behaviors such as employee’s retention (Anderson and Sullivan, 1993). The importance of high employees’ involvement enhances the chance of employees to remain loyal to their respective organizations (Arthur, 1994).

Table 2.1: Studies related to Motivation and Retention
Author and year	Objective	Variables Examined	Methodology used	Major findings
Chew (2004) 	Assessment of the Influence of Human Resource Management Practices on the Retention of Core employees of Australian organizations’	Human resources management practices, employee commitment, and intention to stay.	Descriptive statistics	Younger employees focused on remuneration, training and development, career advancement, challenging work, growth opportunities and recognition. Older employees’ autonomy, opportunities to mentor and job challenge were of great importance.
Amutuhaire, (2010) 	Terms of service and Job Retention among Academic staff in Makerere University 	Terms and job retention 	Pearson’s Co-relation analysis 	Remuneration and tenure influenced their retention 
Naris and Ukpere (2010) 	To find out reasons why staff members resign after attending development programs.	Development programmes as motivational factors and intent to stay 	Descriptive analysis	No retention strategies in place, no good reward systems to retain staff that attended development programmes. 
Too,et al (2015)	To determine the effect of academic staff retention on quality education in private universities in Kenya 	Motivation factors, commitment, and intent to stay(Retention)	Correlation	Academic staff retention has a significant effect on quality education without which quality would be compromised.
Tettey (2009) 	Deficits in academic staff capacity in Africa and Challenges of Developing and Retaining the Next generation of academics.	Motivation factors, commitment, and intent to stay(Retention)	Simple percentage and chi-square	Dissatisfaction with salaries is one of the key factors undermining the commitment of academics to their institutions and careers, and consequently their decision or intent to leave. 
Ng’ethe (2012)	Assessment of Determinants of Staff Retention in Service Organizations. 	terms and job retention	Descriptive analysis from Literature critiques	Remuneration and tenure influenced employee and consumer retention.
Kipkebut (2010) 	Using Motivational Strategy as Panacea for Employee Retention and Turnover in Selected Public and Private Sector Organizations 	Motivation factors, staff Turnover and staff retention 	Carried out a cross sectional study using quantitative methods	Role conflict, promotional opportunities; age were factors that influenced employee intention to quit the university. 
Buberwa (2015)	Assessment of the role of motivation on academic staff performance	Motivation factors, performance and intent to stay.	Descriptive analysis	Low monthly salaries were the major factor that dissatisfied academic staff and reduced motivation for high performance at the University. 
Ngozwana and Rugimbana, (2010) 	Assessment of talent retention strategies: The case of CSA	Talent management and retention 	Descriptive analysis	Motivational aspects should be enhanced as strategic packages for talent management and retention.
Jackson and Muhoho (2014)	Assessment of the factors influencing employee retention 	Motivation factors, performance and intent to stay.	Descriptive analysis	Increasing salaries was mentioned to be the strategy used by the most companies in retaining their employees 
Omar (2011)	Assessment of factors influencing employee retention in Tanzanian work organizations.	Motivation factors, performance and intent to stay.	Descriptive analysis	Low salaries and benefits were the main reason for leaving. 
Irema (2015)	Assessment of factors influencing employee’s retention in Tanzania’s Non-Governmental Sectors	Motivation factors, commitment and intent to stay (retention).	Descriptive analysis.	Low salaries and benefits were the main reasons for employees leaving the organization. Psychological factors justices and prestige influence employee retention. 
Birigimina et al (2016)	The effects of working conditions on academic staff motivations	Working condition	Descriptive analysis	The study found that Institutions should work towards minimizing the hygiene factors and improving motivators.
Selesho (2014)	Academic Staff Retention as A Human Resource Factor. 	Retention, Job Satisfaction	Descriptive analysis	Training opportunities, sufficient remuneration and tenure influence employee retention. 
Anikwe et al (2016)	The Task of Attraction and Retention of Academic Staff in Nigeria Universities	Employee attraction, employee retention, recruitment	Correlation. 	Provision of good learning and working climate, job flexibility, recognition, rewards and compensation, effective employee training and development were offered as viable strategies to help enhance the attraction and retention of quality academic staff.
Bushe (2012)	Factors that determine academic staff retention and commitment.	Motivation, Organizational Commitment, Job Satisfaction	Descriptive analysis. 	A combination of both intrinsic and extrinsic factors was critical to staff motivation, hence providing a hypothetical conceptual model.
Source: Research Findings, 2017 

2.5 Research Gap
Practitioners agree that there was a growing problem related to employee turnover and retention in the non-profit sector and therefore this area merits serious research attention. In the recent years, staff turnover has become a major concern for humanitarian agencies, yet only a few researchers have attempted an in-depth study offering detailed consideration of causes and consequences of failure for staff retention in organizations and companies (Loquercio et al. 2006). The issue of employee retention is crucial in the sustenance of businesses, institutions and other nonprofit organizations both public and private.  However, most studies on employee retention have been undertaken in the context of business organizations and others on private and public institutions other than HLIs, Omar (2011) conducted a study on assessment of factors influencing employee retention in Tanzanian work organizations, the study also revealed that, low salaries and benefits were the main reason for leaving (Omary,2011).

Fewer attempts have been made to pull these empirical studies together in order to identify major trends that merge motivation and retention of staffs particularly academicians, Studies done by Mttoi (2013), Muhoho (2014) have addressed the issue of retention of employees other than the Higher Learning Institutions the study findings revealed that there is a high rate of turnover in Tanzania’s work organizations and that those who stayed in the same organization were from public organizations particularly higher learning institutions. 

A handful study like the one done by Buberwa (2015) have picked the issue of retention of Academic staff in Public HLIs but still it focused on assessment of the role of motivation on academic staff performance and retention. Hence there has been limited studies that merge motivation and retention of staffs particularly academicians and that has primarily focused on private HLIs, therefore, basing on this ground, the study aimed at looking at the role of employees’ motivation and retention among the academic staff in the HLIs in Tanzania.

2.6 Conceptual Framework
Orodho (2004) defines a conceptual framework as a model of presentation, which shows the relationship of the variables graphically or diagrammatically. The purpose of this study is to assess the Role of motivation and retention among the academic staff at private HLIs in Dar es Salaam region. A research model for this study is presented below as Figure 2.1. From Figure 2.1 it can be observed that for an employee to leave or to stay on his/her current employment can be a result of different hygiene factors namely salary increase working conditions, interpersonal relations, job security, fringe benefits and leadership. Increase in salary motivates employees to stay because the increased salary enables him/her to meet daily needs. 















Figure 2.1: Basic Model for Retention of Employees
Source: Modified from Ng’ethe et at. (2004)










This chapter explains the methodology that was applied in carrying out the study. It will cover the research design, study area and target population. The chapter further highlights sample size and its selection techniques together with data sources, collection techniques and also discuss methods of data analysis.

3.2 Research Philosophy and Design
The researcher worked with observable social reality concerning employees’ motivation and retention among academic staffs. Thus, positivism research paradigm was adopted in this study which enabled the researcher to obtain reality where the quantifiable responses led to statistical analysis. According to Kothari (2004) a research design is the arrangement of condition for collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure. It can also be defined as the plan, structure and strategy of investigation conceived to obtain answers to research questions and control variance (Kerlinger, 1993). This study used a descriptive research design. A descriptive research design is amongst the most flexible research designs and is particularly useful in studying/researching issues related to sustainability and institutional systems (Hakim, 2000; Yin, 2012).

3.3 Area of the Study
The study was conducted in Dar es Salaam where the selected private HLIs namely Kampala International University (KIU) – Dar es Salaam College, Tumaini University Dar es Salaam College (TUDARCo), St. John’s University of Tanzania (SJUT) and St. Joseph University in Tanzania (SJUIT) are located. According to the Tanzania Commission for Universities (TCU), it regulates 26 universities (10 public and 16 private) and 15 university colleges 4 being public and 11 being private. The selected HLIs are 50 percent of all universities and university colleges located in Dar es Salaam. The researcher chose this region due to its geographical location and many HLIs being located here as compared to other regions, it is easy for employees to move from one institution to another if not motivated and retained. Therefore, the researcher found that it is suitable to conduct this study in this region to gather enough and reliable information which can fulfill the objectives of the study. 

3.4 Population of the Study
According to Kothari (2005) population is a group of individuals who have one or more similar characteristics who have equal chance to be selected in the sample of the study. According to Human Resource Officers from the selected institutions the target population, which is the total number of academic staff from the selected private Higher Learning Institutions namely KIU, TUDARCo, SJUT and SJUIT, are 46, 70, 68 and 120 respectively. This detail has been gathered from telephone conversations between the researcher and responsible Human Resources Officers from each Institution that has been selected by the researcher. This makes the total number of academic staff to be 304. 

3.5 The Sample and Sample Size
According to Mulder (1989) a sample can be defined as a group which is selected from the population while remaining as representative as possible. Maree et al., (2007) on the other hand, said that sampling refers to the process used to select a portion of the population for study. This study will include participants of both sexes from a group of academic staff who are the main target in this study. The study used a sample size of 250 academic staff that was randomly selected from the population of academic staff working at the selected private HLIs. Academic staff participated by responding to the questionnaires that were given to them. 

To determine the mentioned sample size used in this study, the researcher used the Slovin’s formula which is expressed as, where n is the sample size, N is the population (total number of academic staff in all selected private HLIs) and e is the level of precision (margin error). Under this case the researcher assumed the confidence level to be 95% which implies that the level of precision is 5% = 0.05. Out of 250 academic staffs, 160 responded successfully making the response rate to be 64%.

3.6 Sampling  Techniques and Procedures
Sampling procedure is a process used to select some elements of a population in such a way that they represent actual characteristics of the entire population (Manion et al. 2000). In this study, the researcher used purposive sampling technique to select private Higher Learning Institutions and used simple random sampling technique to select respondents from the selected HLIs to provide information necessary to fulfill objectives of the study. Purposive sampling in this study was used because it was easy to reach a target sample quickly that is, it was easy to get a sample of subjects with specific characteristics and the researcher can draw a wide range of qualitative research designs.

3.6.1 Sampling of High Learning Institutions
According to TCU there are 26 universities and 15 university colleges accredited to provide higher education in Tanzania. Out of which there are 16 and 11 private universities and university colleges respectively. A researcher purposively selected four (4) private HLIs to form a basis for the sample size. According to Coyne (1997), purposive sampling means that the researcher is looking for participants who possess certain characters or qualities. Therefore, purposive sampling technique was used to select private HLIs where the researcher gathered information necessary for this study. 

3.6.2 Sampling of Respondents
To select teachers to participate in this study simple random sampling was involved. A researcher selected randomly a total of 250 academic staff from the selected private HLIs as shown in Table 3.1. According to Kothari (2004) this sampling technique ensures that each academic staff in the selected private HLIs had equal chance to participate in the study.

Table 3.1: Sample Size from the Selected Private HLIs







3.7 Data Types and Collection Methods
The study will mainly use primary data. However, secondary data will be used to supplement primary data where necessary. Data will be collected by using the following methods:

3.7.1. The Primary Data
Primary data was used to fulfill the objectives of the study. According to Kothari, (2004) primary data can be defined as the data which are collected afresh, for the first time and for a particular purpose. In addition, they are original in character. In this study, primary data were collected using questionnaires. Questionnaire is a carefully structured set of written or printed or typed questions in a definite order on a form or set of forms for collecting data directly from the people. Questionnaire was used to get information from the teachers because it is a suitable tool to get information even from the large number of respondents.

3.7.2. The Secondary Data
According to Kothari (2004), secondary data are the data that are already available, that means, the data have already been collected and analyzed by someone else. Moreover, this type data can be published or unpublished. In this study, secondary data was used to enrich the study but also to supplement the data collected afresh from academic staff to fulfill the objectives of the study. The data that the researcher used include reports which show the trend of increase or decrease in the number of academic staff in the respective institution, documents which shows changes in salary scale of academic staff to mention a few.
3.8 Validity 
Anderson (1987) validity refers to the condition when the instruments of measurement measure what is supposed to be measured” while reliability is the consistence of measurement when observing the same conditions. To ensure the validity of the study the researcher sought the guidance of the research experts and pre-tested it on a pilot group similar to the sample to which the questionnaires were administered. Thus, this study pre-tested the instruments, questionnaire, to ensure that they capture the intended information. Data validity was ensured through administration of ten pre-test questionnaires. To ensure validity, the questionnaires were distributed to respondents and obtain the responses. Ability of the respondents to understand and give the intended information was measured. The responses, comments and observation obtained were used to make modification of the questionnaire.

3.9 Reliability
Reliability has been explained by Churchill and Brown (2007) as the ability to obtain similar results by measuring a trait, object or construct with an independent but comparable measure. A measuring instrument is reliable if it provides consistent results (Kothari, 2004); and the Cronbach alpha values are greater than 0.7 (George and Mallery, 2003). In this study reliability test was done and the internal consistency was measured by computing the Cronbach Alpha coefficient of reliability. Table 3.2 presents Reliability Statistics where The Cronbach Alpha coefficient of reliability is 0.845, which implies that there is high internal consistency.
Table 3.2: Reliability Statistics
Cronbach's Alpha	N of Items
0.845	53
Source: Field data (2017) 

Table 3.3: Reliability Results
a)	Hygine Factors
                                       Reliability Statistics




                                         Reliability Statistics




                                          Reliability Statistics
Cronbach's Alpha	N of Items
.802	11
Source: Field data (2017) 

3.10 Research Ethics
Ethical issues are the concerns and dilemmas that arise over the proper way to execute research, more specifically not to create harmful conditions for the subjects of inquiry, humans, in the research process (Schurink, 2005: 43). In this study, the researcher was aware of the responsibility to be sensitive and respectful to all research participants and their basic human rights. The researcher ensured that the objectives of the study were explained to everybody taking part in the research. It was made clear to them that participating in the study was voluntary, and that should they for some reason want to withdraw from it, they had the right to voluntary do so at any time. Also, privacy was respected at all time and that everything that respondents shared was treated as confidential, hence the names of all academic staffs contacted were not displayed.

3.11 Data Analysis
Statistical Package for the Social Sciences (SPSS) Version 21 was used in the study for analysis and presentation of the results. Descriptive statistics was used to analyze data for this study. 

3.12 Chapter Summary




4.0 FINDINGS OF THE STUDY
4.1 Introduction
This chapter presents findings of the study. It presents a detailed analysis of the data collected from the field which intended to examine the role of employees’ motivation and retention among academic staff of Private HLIs in Tanzania. The chapter starts by analyzing the data according to the objectives which were formulated to guide the study. The chapter comprises of profile of respondents and findings of the study based on the specific objectives.

4.1 Profile of the Respondents
This section describes the general sample profile of respondents involved in this study. Parameters such as gender, age, education level, duration with company as well as respondents’ departments are presented.

4.1.1 Gender of Respondents
In this study, gender of respondents has been considered. The findings in Table 4.1 below show that, out of 160 respondents, 104 (65%) of respondents were male and 56 (35%) of respondents were female. 







4.1.2 Age of Respondents
In this study, age of respondents has been considered as a potential aspect to measure the maturity in providing the required information. Table 4.2 shows that 24 (15%) of the respondents were aged between 20 to 30 years old, 64 (40%) of respondents were aged between 31 to 40 years old, and 62 (38.8%) were aged between 41 to 50 years old, and 10 (6.2%) of respondents were aged above 50 years old. This implies that majority of respondents contacted in this study were matured enough to provide the required information.










4.1.3 Education Level of Respondents








In this study, respondents were asked to specify their education level by putting a tick in an appropriate box provided in questionnaires. The aim was to determine their level of competence in terms of knowledge and skills. Table 4.3 shows that 8 respondents, which is equivalent to 5%, were bachelor degree level, 120 respondents (75%) were master degree holders, 32 (20%) were holders of PhD and above.

4.2 Findings of the Study
4.2.1 Factors  Motivating  Academic Staff in Tanzanian Private HLIs
Respondents were requested to state if their HLIs plan for employee job security. Findings in table 4.4 shows that most HLIs plan for employee job security. 16 (10%) of the respondents said that their HLI plan for employee job security, 112 (70%) of the respondents said that their HLIs do not plan for employee job security and 32 (20%) do not know whether their HLI plan for employee job security or not.









In this study, respondents were requested to identify the components of job security plan in their HLIs. Findings in Table 4.5 show the results obtained on the components of job security. Long term contract has been identified by 120 (75%) respondents as among the components of job security in Tanzania, even though it was not identified by 40 (25%) respondents. Therefore, long term contract of employment is among the components of job security. Absence of unfair termination has been identified by 96 (60%) respondents and not identified by 64 (40%) respondents. Economic growth trends have been identified by 80 (50%) respondents, and not identified by 80 (50%) respondents. Employee involvement has been identified by 72 (45%) respondents and not identified by 88 (55%) respondents. Well established workers union has been identified by 88 (55%) respondents and not identified by 72 (45%) respondents. Well established employment statutory has been identified by 88 (55%) respondents and not identified by 72 (45%) respondents. Well defined terms of employment have been identified by 112 (70%) respondents and not identified by 48 (30%) respondents.

Table 4.5: Components of Job Security
	Yes	No	Total
Long term contract of employment	120(75%)	40(25%)	160(100%)
Absence of unfair termination	96(60%)	64(40%)	160(100%)
Economic growth trend of organization	80(50%)	80(50%)	160(100%)
Employee involvement	72(45%)	88(55%)	160(100%)
Well established workers Union	88(55%)	72(45%)	160(100%)
Well established employment statutory	88(55%)	72(45%)	160(100%)
Well defined terms of employment	112(70%)	48(30%)	160(100%)
Source: Researcher (2017)

Salary increase was another aspect considered in this study. Respondents were requested to state if there is salary increase scheme in their HLIs. Findings obtained are presented in Table 4.6. Out of 160 respondents, 8 (5%) stated that there is salary increase scheme in their HLIs, 136 (85%) respondents stated that there is no salary increase scheme in their HLIs, and 16 (10%) respondents stated that salary increase scheme in their HLI is unknown to them. Based on the findings, there is no salary increase scheme in private HLIs in Tanzania.

Respondents were requested to state how their HLIs plan for salary increase. indings in Table 4.7 show that HLIs plan for salary increase annually for 56 (35%) academic staffs, quarterly for 40 (25%) academic staffs, in every financial year for 40 (25%) and based on profit made for 24 (15%) academic staffs.













In every financial year	40	25.0




The attitude towards salary increase is different among academic staffs. Findings in Table 4.8 show that out of 160 (100%) respondent, attitude towards salary increase is fair for 40 (25%) respondents, it is somehow for 56 (35%) respondents and it is not fair for 64 (40%) respondents. 








Respondents were requested to identify the components of working conditions in their HLIs. Findings in table 4.9 show that the components of working condition in HLIs. Out of 160 respondents, 144 (90%) of academic staffs identified occupational health and safety and 16(10%) of academic staffs did not identify it. 104 (65%) of respondents identified employments compensation while 56 (35%) of respondents didn’t. 152 (95%) identified labor right as among the components of working condition while 8 (5%) of the academic staffs did not identify it. 96 (60%) of respondents identified Training and advancement as a component of working conditions but 64 (40%) of respondents did not identify it. 

Table 4.9: Components of Working Conditions
	Yes	No	Total
Occupational health and safety	144 (90%)	16(10%)	160(100%)







Families Medical benefits and insurances	72(45%)	88(55%)	160(100%)
Source: Researcher (2017)

120 (75%) of respondents identified that working environment as a component of working condition while 40 (25%) respondents did not identify it. 64 (40%) of respondents identified loans benefits as a component of working condition and 96 (60%) did not identify it. 144(90%) of respondents identified Interpersonal relationship as among the components of working condition and 16 (10%) of respondents did not identify. 144 (90%) of respondents identified Pension benefits as among the components of working condition and 16 (10%) of respondents did not identify. 72(45%) of respondents identified Families’ Medical benefits and insurances as among the components of working condition and 88 (55%) of respondents did not identify

Respondents were requested to state their satisfaction with working conditions at their HLIs. Findings in Table 4.10 show that 96 (60%) of respondents are not satisfied with working conditions and 64 (40%) of respondents are satisfied with working conditions. Since more than 50% of respondents are not satisfied with working conditions, this implies that academic staffs in HLIs are not satisfied with working condition.








Respondents were requested to state their understanding on career or promotion path. Findings in Table 4.11 shows that 32 (20%) of respondents have clear understanding of their career or promotion path, and 128 (80%) of respondents have no clear understanding of their career or promotion path. Based on these findings, academic staff in private HLIs has no clear understanding of their career or promotion path. More over respondents were requested to state their work – life balance. Results presented in table 4.12 show that work life balance is meaningful to 40 (25%) of the respondents, poor to 104 (65%) of the respondents and very poor to 16 (10%) of respondents.
















4.2.2 Factors Enhancing Retention of Academic Staff in Tanzanian Private HLIs 
In this study, respondents were requested to indicate the extent to which factors such as salary increases, working conditions, interpersonal relations, job security, fringe benefits, leadership, recognition, growth and promotional opportunities, work life balance, training and development, and transparency; influence decision to stay or leave their HLIs. Findings presented in Table 4.13 show that the influence of salary increases is very high to 136 (85%) academic staffs and high to 24 (15%) academic staffs. The influence of working conditions is very high to 136 (85%) academic staffs, high to 8 (5%) academic staffs and low to 8(5%) academic staffs. The influence of interpersonal relations is very high to 56 (35%) academic staffs, high to 16(10%) academic staffs and low to 56(35%) academic staffs. The influence of job security is very high to 144 (90%) academic staffs and high to 16(10%) academic staffs. 
The influence of fringe benefits is very high to 144 (90%) academic staffs, high to 8 (5%) academic staffs and low to 8 (5%) academic staffs. The influence of leadership is very high to 120 (75%) academic staffs, high to 8 (5%) academic staffs and low to 8 (5%) academics staffs. The influence of recognition is very high to 88 (55%) academic staffs, high to 32 (20%) academic staffs, low to 24 (15%) academic staffs and very low to 16 (10%) academic staffs. The influence of growth and promotional opportunities is very high to 160 (100%) academic staffs.  The influence of work life balance is very high to 96 (60%) academic staffs, high to 16 (10%), low to 32 (20%) academic staffs and none to 16 (10%) academic staffs. The influence of training and development is very high to 144 (90%) academic staffs, high to 8 (5%) academic staffs and low to 8 (5%) academic staffs. The influence of transparency is very high to 88 (55%) academic staffs, high to 32 (20%) academic staffs and none to 24 (15%) academic staffs.

Table 4.13: Influence of Hygiene and Motivational Factors on Decision to Stay or Leave HLI













Respondents were requested to state if job security plans influence them to stay. Table 4.14 shows that out of 160 (100%) respondents, 24 (25%) of the respondents stated that it influences them to stay while 96 (60%) stated that it does not influence them to stay and 40 (25%) of the respondents stated that they don’t know. Since more than 50% stated that job security does not influence them to stay, academic staffs do not have favorable job security.









Respondents were requested to state whether salary increase plans by HLI motivate employee to stay for long or not. Findings in Table 4.15 show that 48 (30%) of respondents are motivated by salary increase plans to stay longer in their HLIs and 112 (70%) are not motivated by salary increase plans to stay longer in their HLIs. 








In this study, motivation by working condition to stay for long time with HLIs has been considered. Findings presented in Table 4.16 show that out of 160 (100%) respondents, 72 (45%) of respondents are motivated by working condition to stay for long time with their HLIs while 88 (55%) are not motivated by working condition to stay for long time with HLIs. This implies that working conditions in HLIs are not conducive hence more than 50% of contacted academic staffs are not motivated to stay for long time with their HLIs.


















Respondents were asked to state hypothetically reasons that may lead them to quit. Findings in Table 4.17 shows that out of 160 (100%) respondents, 40 (25%) respondents would quit due to bad communication, 24 (15%) respondents would quit due to lack of transparency, 16 (10%) respondents would quit due to feeling unvalued, 56 (35%) respondents would quit due to poor remuneration, 24 (15%) respondents would quit due to weak and poor administrative policies. Respondents were asked to state if they have received any recognition. Findings in Table 4.18 show that out of 160 (100%) respondents, 80 (50%) of the respondents receive recognition and 80 (50%) of the respondents do not receive recognition.







Respondents were requested to state if they believe that they will reach their full potential. Findings in Table 4.19 show that out of 160 (100%) respondents, 64 (40%) of the respondents believe that they will reach their full potential while 96 (60%) do not believe that they will reach their full potential.








In this study, academic staffs were asked to state if they would reapply the current job when given the chance to reapply job. Findings presented in Table 4.20 show that 88 (55%) of the respondents would reapply the current job while 72 (45%) of respondents would not reapply the current job.







Respondents were asked to state if they believe that the leadership team takes their feedback seriously. Findings in Table 4.21 shows that out of 160 (100%), 40 (25%) of respondents believe that their leadership team takes their feedback seriously while 120 (75%) of respondents believe that leadership team does not take their feedback seriously.








4.2.3 Challenges Facing Academicians at Private HLIs in Tanzania 
Respondents were requested to identify the extent to which they face various challenges at Private HLIs in Tanzania.  Findings in Table 4.22 show that out of 160 (100%) respondents, the challenge of late payment is very high to 80 (50%) respondents, high to 57 (35.6%) respondents, low to 13 (8.1%) respondents, very low to 5 (3.1%) respondents and none to 5 (3.1%) respondents. The challenge of limited opportunities is very high to 120 (75%) respondents; high to 27 (16.9 %) respondents, low 10 (6.3%) respondents, very low to 2 (1.3%) respondents and none to 1 (0.6%) respondents. 

The challenge of Limited funds for further training and education is very high to 120 (75%) respondents; high to 30(18.8%) respondents, low 5(3.1%) respondents, very low to 5(3.1%) respondents and none to 2(1.3%) respondents. The challenge of Limited working tools is very high to 68(42.5%) respondents; high to 45(28.1%) respondents, low 22(13.8%) respondents, very low to 20(12.5%) respondents and none to 5(3.1%) respondents.

Table 4. 22 Challenges Facing Academic Staff in Private HLIs
 	Very High	High	Low	Very Low	None	Total
Late payments	80 (50%)	57(35.6%)	13(8.1%)	5(3.1%)	5(3.1%)	160(100%)
Limited opportunities for advancement	120(75%)	27(16.9%)	10(6.3%)	2(1.3%)	1(0.6%)	160(100%)








5.0 DISCUSSION OF THE FINDINGS, CONCLUSION AND RECOMMENDATION
5.1 Introduction
This section discusses the findings of the study and the implications of the study.

5.2 Factors Motivating Academic Staff in Private HLIs
This study examined the factors motivate academic staffs in HLIs in Tanzania. Employees’ job security is among the factors that motivate academic staffs who are working in private higher learning institutions. The components of employee job security are long term contract of employment, absence of unfair termination, economic growth trend of organization, employee involvement, well established workers union, well established employment statutory and well-defined terms of employment. Other factors that motivate academic staffs in HLIs are salary increase, working condition and understanding of career or promotion path. 

The findings of this study reflect the findings of Ngozwana and Rugimbana (2010) who pointed out that “motivational aspect encompasses salary, allowances, working conditions, and recognition and career advancement.” Even though these motivational factors are known, private HLIs are not implementing them to the higher extent thus academic staffs in these HLIs are not expecting to stay with their institutes for long period of time. Additionally, this study also has found that salary increase motivates academic staffs in private HLIs. This supports the findings of Buberwa (2015) who pointed out that “low monthly salaries were also the major factor that dissatisfied academic staff and reduced motivation for high performance at the University”. Moreover, the findings of this study reflect the findings of Irema (2015) who pointed out “that salary and other benefits are the most motivating factors for the employees to stay in the institute”. Both salary and benefit have a strong influence on employee retention. 

This study has found that understanding of career or promotion path motivates academic staffs. This finding reflects the findings of Irema (2015) who pointed out that, “academicians are motivated to work and stay in organization that has a defined strategy for career advancement.” The findings of this study also reflect the findings of Anikwe and Onah (2016) who found that provision of good learning and working climate, job flexibility, recognition, rewards and compensation, effective employee training and development were offered as viable strategies to help enhance the attraction and retention of quality academic staff to stay in Universities. 

5.3 Factors Enhancing Retention of Academic Staff in Tanzanian Private HLIs
However, the same factors that motivate academic staffs in HLIs have a considerable contribution to enhance retention of such academic staffs. Factors such as salary increases, working conditions, interpersonal relations, job security, fringe benefits and leadership, motivational, recognition, growth and promotional opportunities, work life balance, training and development and transparency enhance retention of academic staffs in private HLIs in Tanzania. The findings of this study support the findings of Omar (2011) who established that there is a high rate of turnover in Tanzania’s work organizations and that those who stayed in the same organization were from public organizations particularly higher learning institutions. On the basis of salary increase, academic staffs are not satisfied with the plan for salary increase scheme, hence low salaries and benefits becomes the main reason for leaving their HLIs. 

The findings of this study reflect the findings of Tettey (2009) who pointed out that, dissatisfaction with salaries is one of the key factors undermining the commitment of academics to their institutions and careers, consequently their decision or intent to leave. Furthermore, Amutuhaire (2010) and Chew (2004) support that salary increases enhance retention where Amutuhaire (2010) pointed out that remuneration and tenure influenced their retention, and Chew (2004) pointed out that, younger employees focused on remuneration to stay on their job.

It has been found in this study that working conditions enhance retention of academic staffs in private HLIs. This reflects the study of Muheeb (2004) and Kazeem (1999) who confirmed that greater attention should be given to improve work-related conditions. The findings of this study are supported by Selesho (2014) who found out that low motivation, office related facilities (computer, internet services and intercom telephone network) are essential in retention; hence improvement of the facilities is vital for smooth running of the office and performance. Moreover, Ngozwana and Rugimbana (2010) support that working conditions is among the motivational aspects that should be enhanced as strategic packages for talent retention. 

The study of Bigirimana, et al. (2016) supported this study where it displayed that working conditions in Africa University were unfavorable hence academic staffs left the University for other Opportunities. Even though working condition has been found in this study to enhance retention of academic staffs in private HLIs, its components are different from those indicated by Bigirimana, et al. (2016) who considered leadership style, perceived organization support, performance management system, academic freedom, opportunity and support for research activities, workload and psychological contracts as facets of working conditions. 

Furthermore, this study has found that leadership is among the factors that enhance retention of academic staffs in private HLIs. This is supported by the study of Bushe (2012) who found that leadership style is one of the main reason people decide to stay or leave an organization. Also, the findings of Bigirimana et al (2016) support this study by indicating that sensitivity of management and leadership is important in enhancing retention of academic staffs in Africa University, Mutare, Zimbabwe.   

In addition, recognition has been found in this study to enhance retention of academic staffs in private HLIs. This is supported by the studies of Boyd and Salamin (2001) and Davies (2001) who postulated that recognition given in the form of opportunities to participate is an important aspect in influencing actions and decisions of employees to stay in the organization. This study is also supported by argument by Chew (2004) who argued that compensation (both monetary and non-monetary) provide recognition which is important in retention of employees. However, the findings by Kipkebut (2010) also support this study where it found that role conflict, promotional opportunities, age were some of the factors that influenced employee intention to quit the university.
5.3 Challenges Facing Academicians at Private HLIs in Tanzania
The study has found that challenges that face academicians at Private HLI in Tanzania are late payment as most of academicians payments in Private HLIs depends up on internal generative incomes, hence some of the financial benefits like extra working hours allowances and other arrears delays in such a way they do not motivate them anymore, long working hours is one of the challenges facing most of academicians as they complains of working a lot of hours with big workloads and thus it’s hard for them to balance between work and life in general hence find themselves losing interest to stay in academic field and go to find jobs which are more flexible.

Limited opportunities for advancement has been identified by this study as among the challenges facing Academicians in most of HLIs as Promotion for academic staff is dependent on teaching, research and publications however, due to financial constraints and inadequate publishing facilities, publishing of refereed articles has become a monumental challenge for most Private HLIs in Tanzania and other African academics (Kipkebut, 2010). Tettey (2006) established that promotional procedures in African Universities were long, stressful and cumbersome, while the requirements were unreasonable, for example possession of a doctorate as a prerequisite for promotion beyond the position of a lecturer. 

In Kenya, Waswa (2008) notes that other than the inconsistent promotion criteria, another challenge in Public Universities was how to de-link promotion from establishments and the availability given by the exchequer that this ends up denying deserving persons their rightful upward mobility, limited working tools that hinders working conditions and under utilization of their talents. These challenges have a significant impact on decision of academic staff to stay or leave the HLIs. Along with other things, the study revealed that Academicians also are challenged with delayed promotions’ It is recommended that, the promotion arrangements be done early before due promotions of academic staff. This will leave all motivated to perform well as their promotions will arrive as scheduled. 







6.0 CONCLUSION AND RECOMMENDATION
6.1 Introduction
This chapter focuses on the conclusion and recommendations on what should be done towards the role of employees’ motivation and retention among academic staff of Private HLIs in Tanzania.

6.2	Conclusion
This study examined the role of employees’ motivation and retention among academic staff of Private HLIs in Tanzania. Specifically, the study focused on factors that motivate academic staff in Tanzanian Private HLIs. This study also addresses the factors which enhance retention of academic staff in Tanzanian Private HLIs and in the end, it addresses the challenges that face academicians at Private HLIs in Tanzania. This study has found that factors that motivate academic staffs in Tanzanian private HLIs are salary increases, working conditions, interpersonal relations, job security, fringe benefits and leadership, motivational, recognition, growth and promotional opportunities, work life balance, training and development and transparency.

Additionally, this study has found that the same factors that motivate academic staffs in Tanzania enhance retention of academic staff in Tanzanian Private HLIs. Therefore, factors such as salary increases, working conditions, interpersonal relations, job security, fringe benefits and leadership, motivational, recognition, growth and promotional opportunities, work life balance, training and development and transparency enhance retention of academic staff in private HLIs in Tanzania.
Furthermore, the study has found that challenges that face academicians at Private HLI in Tanzania are late payment, long working hours, limited opportunities for advancement and inadequate publishing facilities, limited working tools that hinders working conditions and under utilization of their talents, limited opportunities of funds and scholarships for Masters and PhD studies as most of these opportunities have limited access along with low income they receive thus they cannot raise their own funds to carter all school expenses hence this limits their possibilities to grow in their career thus discourages them to stay in the field. 

6.3 Recommendation
Based on the findings of this study, it is advised that private HLIs to have a salary increase scheme since it contributes to the decision to stay or leave the institute. The findings of this study could be useful to employers in establishing favorable plan for employee job security since it motivates academic staffs hence contributing to their retention. Empirically, the findings of this study contributed knowledge to the existing literature related to conditions for promotional opportunities should be created in such a way attracts academicians to work hard on the requirements that deems such promotions. The higher the degree an employee perceives his or her chances to grow and be promoted within the organization the higher the intention to stay in such organization. Employees expect to work in jobs that provide them with opportunities to be promoted to new and challenging positions. 

Dockel (2003) strongly argues that people should not only be rewarded financially but they should also be offered opportunities to grow within the organization. Employees who feel stagnant in their positions generally aren’t motivated and will not stay in unfulfilling position. Promotion offers opportunities for growth and is also one of Herzberg motivators, which can be used to enhance retention. The findings of this study could be of use to HR Officers in arrangement of promotion where, the promotion arrangements be done early before due promotions of academic staff. This will leave all motivated to perform well as their promotions will arrive as scheduled. 

6.4 Limitations of the Study
This study focused on the role of employees’ motivation and retention among academic staff of Private HLIs in Tanzania. Therefore, the study findings are limited to academic staffs who are working in higher institution in Dar es Salaam only. Additionally, data analysis in this study was done using descriptive analysis only. No inferential analysis was used in this study. Also, this study addresses issues of motivation of employees using broad motivation and retention concept. Therefore, it will be difficult to have a clear picture on understanding of the role of specific motivation types on employees’ performance in higher learning institutions. Also, this study fewer higher learning institutions’ as the case studies therefore makes the findings less generalizable.

6.5 Areas for Further Study
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Hello, my name is Gloria Maneno, a student who pursues a Master of Human Resource Management (MHRM) at the Open University of Tanzania. Currently, I am conducting a research on Employees’ Motivation and Retention among academic staff from selected private Higher Learning Institutions (HLIs) in Tanzania. Therefore, I am kindly requesting you to respond to the questions below to the best of your knowledge. Since this study is purely academic, the information you are going to provide will be treated with utmost confidentiality. Please do not write your name on the questionnaire. 
Thank you.

PART A: QUESTIONNAIRE IDENTIFICATION
Questionnaire number (To be filled by the researcher) ___________________
Date: _________________________________
Name of a Higher Learning Institution: ……………………………

PART B: GENERAL INFORMATION:
Please tick appropriate: 
1.	What is your gender?
a)	Male 
b)	Female












PART C: MOTIVATIONAL FACTORS
Please tick to the appropriate answer














PART D: JOB SECURITY
Please tick to the appropriate answer




6.	What are the components of Job Security Plans in this HLI? (Tick where relevant)
7.	
		Tick 
i. 	Long term contract of employment	
ii. 	Absence of unfair termination	
iii. 	Economic growth trend of organization	
iv. 	Employee involvement	
v. 	Well established workers Union	
vi. 	Well established employment statutory	
vii. 	Well defined terms of employment	






PART E: SALARY INCREASE





10.	How does this HLI plans for Salary Increase? (Tick relevance)
i. 	Annually 	
ii. 	Quarterly 	
iii. 	In every financial year 	
iv. 	Based on profit made by Organization 	








PART F: WORKING CONDITIONS
13.	What are component of working conditions practiced by this HLI? (please tick appropriately)			
I	Occupational health and safety	
ii. 	Employments compensation	
iii. 	Labor right	





x. 	Families Medical benefits and insurances	
14.	Do you satisfy with working conditions at this HLI?
a) Yes
b) No 
15.	Are you motivated by working condition to stay for a long time with this HLI?
a)	Yes 
b)	No 
16.	Do you have a clear understanding of your career or promotion path?
a)	Yes 
b)	No  









e)	Weak and poor administrative policies  
19.	Do you receive recognition from your manager? (Yes/No)  
If    YES, How frequently…………………………………………………
If     NO, why you don’t receive recognition?..............................................
20.	Do you believe you'll be able to reach your full potential here? (Yes/No)   
If    YES, How far at your career radar…………………………………….
If     NO, what do you think will be factors that will hinder you from reaching your full potential here............................................................................................
21.	  If you were given the chance, would you reapply to your current job? (Yes/No) 
YES, ( ) 						 

 If NO, why won’t you be ready to reapply to your current job?
................................................................................................................................................................................................................................................................................ Do you believe the leadership team takes your feedback seriously?
If    YES, ( )				
If     NO, how effectively is the feedback system here?..............................................
……………………………………………………………………………………
22.	Explain shortly if you feel like the management team is transparent?
……………………………………………………………………………………Using your own words/views, please explain the factor that motivates you to work as an academic staff of HLIs in Tanzania.
……………………………………………………………………………………
23.	Why do you think most of academicians quit to other job careers in HLIs?
…………………………………………………………………………………………………………………………………………………………………………
24.	Identify the extent to which you face the following challenges at your HLI. 
	Very High	High	Low	Very Low	None
Late payments					
Limited opportunities for advancement					
Limited funds for further training and education					
Limited working tools					




























	Growth and promotional opportunities
	Work life balance
	Training and development
	Transparency







